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Transcript
[bookmark: _arw1vb42a8c7][bookmark: _dug9sqhzgx5p]The maintenance of right workplace behaviour includes the opportunities of an individual’s beliefs, attitudes and values in an organisation. This current presentation will focus to evaluate a concrete idea on the requirement of developing workplace critical thinking to ensure the presence of transparency values among the individuals involved in Dyfed Powys Police.
[bookmark: _mk06vonbxy86]According to Taştan and Davoudi (2019), the presence and maintenance of transparency values in an organisation is the utmost requirement to ensure proper understanding among individuals and a smooth work process in the organisation. Considering the situation, or the process requirements, any type of information needs employee involvement and healthy communication always prefers to maintain the transparency of information among every one of the organization. This is necessary to observe good communication among the entire workforce of an organisation and establish a strong position for providing better service to the society. 
[bookmark: _p6huej6w513v]Formed in 1968, Dyfed Powys Police has been identified for remarkable police services in Wales. The main operations are observed to control the happening of crime, take proper action against the potential criminals and maintain the aspects of law and order in the territory. As opined by Hofhuis et al. (2016), the right amount of communication, openness among the officers and constables in the police service promotes the transparency values of the organisation to maintain the right approach of social administration. This is applicable for the organisational success of Dyfed Powys Police, as this organisation has achieved all the success with the effort of teamwork and maintenance of transparency values among the employees. 
[bookmark: _dihp4hftjjly][bookmark: _v7c3temqusm5][bookmark: _Toc56626943]Considering the approach to establish the right workplace behaviour, values represent the outcome of morals and ethics, and employees. For example, following the right values at the professional area determines the workplace behaviour among every individual. Moreover, the choices or dislikes and perspective towards people, process or objects defines the required attitude for the right workplace behaviour. Employees can implement their assumptions and thoughts combined with experience and these are the beliefs that can set both attitudes and values required in workplace behaviour (Braddock and Dillard, 2016). 
Toulmin’s Model is using to evaluate what impact transparency has in the workplace
Claim: Dyfed Powys Police has correctly and obviously received the distinction of transparency (openness), because thanks to them the security system as well as the prevention of many crimes are guaranteed and instrumented by them. It can be argued that in the case of Dyfed Powys Police, such claims are automatically made public once the procedure moves onto the court. However, Dyfed Powys Police only maintain transparency to the extent where it would not hamper the entire investigation and legal process or prosecution.
Grounds: The grounds that are used to establish the claims are mainly kept transparent by the organisation of Powys Police Wales. For instance, the information that is used for developing the claim is specifically mentioned in the police reports, which are kept in the records of Dyfed Powys Police for any citizen to see after the arrest process is over (Hitchcock, 2017). Considering that this profession is practiced only in teamwork, at the same time communicating in the relationship with the public through a transparency, at a high level. The public can always request and obtain information that Dyfed Police has. The secrecy is maintained only when it is deemed necessary to carry out the investigation.
Warrant: The rule set that allows the design and development of the warrant from the grounds is maintained in a transparent manner in Dyfed Powys Police. In fact, these rulesets are recorded in a written manner, so that any citizen can see the process of making a warrant from the collected information (Hui and Yuyu, 2017). Acquiring a quality obtained over the years through professional training and taking an oath, we can rely directly and indirectly on the professionalism of police officers in terms of our daily safety.
Backing: The backing of the development of warrant is also carried out quite transparently in Dyfed Powys Police. In fact, the process of the development of the base of the warrant is carried out in front of both the police and the local administrative authority, which is then used to design the warrant necessary to carry out the procedures of Dyfed Powys Police. Following a study and evaluations made in November and December 2019 by a CoPaCC researcher, examining websites to assess how the commissioner fulfils his statutory responsibilities in terms of transparency (outlined in the Elected Local Policing Bodies, Specified Information, Order 2011), Dyfed Powys Police received Transparency Quality Mark.
Qualifier: Considering that for the most part the activity is monitored and registered, it demonstrates their commitment to transparency by fulfilling the relevant legal requirements. The conditions that make the claim valid or invalid are also maintained in the database of Dyfed Powys Police. In fact, it can be argued that in Powys Police Wales, the qualifiers of the claims are analysed even before the claim is finalised, and this process is properly recorded. This way, the chances of creating unjustified or invalid claims become negligible (Feteris, 2017).
[bookmark: _2s7akxzgqogy]Rebuttal: Dyfed Powys Police also record any counter-argument made against the warrant transparently. Such procedures are carried out in point of the local administrative authorities, thus ensuring the presence of a third party to guarantee that no one is breaking the law. Furthermore, the entire record of such counter-arguments is also kept in police database or any citizen to see by following proper protocols.
[bookmark: _p5nlwku31nk5][bookmark: _m9pcl0ravawi][bookmark: _Toc56626945]The measures of critical thinking have been evaluated in the context of Dyfed Powys Police providing service to the Wales people. This presentation has observed the requirement and contribution of transparency values within the organisation and showed the efficiency of the employees with the Toulmin’s model. The transparency is at a medium to a high level, evaluating the activity of the police. The effectiveness of transparency contributes importantly to equal opportunities and maintaining balance. Transparency in team-work helps to solve problems quickly and efficiently and denotes great confidence in team-work.
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